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oncf qz ~ tty p M~r IsL a offo the
Navy. poY"e icy rna!Ycrs can ailzs Vh,' prc!2ek , It is th.at they

ers•,t,=d tO a why th•}e Wdhy &.:5 are I .. vir. tV;e Navy pre.mi, ... y. One data
souirce ber,. uslo by the Nav to ci"' rr ~n t:ra rn" ii- iprt rcazx:n in tV, s..ýpraticn
decision is the enlisted separation questionnaire MSQ), which is completed by individuals
leaving the N .vy.

The objective of this effort was to determine if the hierarchical multiple re fzleon
(AR-) net'od is useful in~ determinin-g the relat> hip betveen the num .zer of cornpleted
enr1istments and the importance assigned to ESQ separation reasons for individuals and for
specific subclasses of individuals.

A roach

1. The sample included 6472 enlisted personnel who completed the ESQ upon
discharge from the Navy during FY3O.

2. Biodemographic vtriables obtained from the ESQ were used to ckusfy the
sample into mutually exclusive subgroups (e.g., male vs. female, high-school graduate vs.
non-high-school graduate, etc.) for use as moderator variables,

3. Because of the many highly correlated ESQ separation reasons (N = 30), factor
analysis was performed to create new variables that were composites of these reasons.

4. The relationship (correlation) between the number oi completed enlistments and
Importance of each ESQ factor emerging from the factor analysis was determined.

5. HMR was used to determine the re1atlonshlp between the number of cmpleted

enlistments and each ESQ factor for mutually exclusive subgroups.

Results

1. The separation reason "pay too low" was noted as the most important, followed
by "dislike family separation," "too many petty regulations," and "not treated with
respect." "Dislike wearing uniform" was the reason rated as least Important.

2. Factor analysis of the ESQ separation reasoits indicated that they may be
represented by eight factors: leadership, Akl!I utilization, quality if benefits, loss of
benefits, regimentation, nonpermanent home, amount of work, and pay.

3. The 'runber of enlistments ccrnp ,CA wa poitiely related to the Imp.rtane.
of loss of b.eniftit, and lnvý=ely related tU tLe impertance of leac r•,hpp skill utilization,
and rA~m, nt.n in t lhe sep7,;ation decisicn.

4. reainhp were fon b7ov' "7 Tht. Modtator (p aia
statu"ýý, a ý WAre duiy, arA dioý2'~-A%'I ) and - f aciors utilizatzlen, non.
permnci h-i t z - nouqn of wtr, I'"Aty of bet MA l ~Ioss
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ex c,* ic .Mowvtr, Itsu t'~~ is lrinted whtn nonllnr*ý r Srmnef. cts

1.Addýttkrt an!S hud bm ccm"cted on rently ebt ale E$Q d *U *

2. HL MR should heapejjd tO. ?ý,tfltjcal data"tts with larg ~hetro, .eot Sm~ples.

3. WAR should be extanded, usIng a multiveirlate approch to include mnultiple

We dnt varialets.

4. Vhre .v~ropriae HA-AR should be expandreA to iniclue, quadraic poilyaomials to

tetfr ývlL~neaf relatlosubips.
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INTRODUCTION

Preblem

The shortfall (approximately 22,000) of qualified petty officers in the Navy has been
well documented (NAVPERS, 1930; Sinaiko & Marshall, 1980). Petty officers with 8 to 12
years (f technical work experience and training are leaving the service prior to
retirement. Before policy makers can address this problem, it is important that they
un !2rstand the reasons why these individuals are leaving the Navy prematurely. One data
scurce currently being used by the Navy to determine the most important reasons in the
sc'paration decision is the enlisted separation questionnaire (ESQ), which is completed by
individuals leaving the Navy. The ESQ includes a list of 30 possible reasons for separation
(e.g,, "pay too low," "dislike sea duty"). Individuals who are voluntarily separating from
the Navy are asked to indicate how impo-tant each reason was to their separation decision
using a 5-point scale where I = no importance and 5 = extremely important. Those who
are involuntarily separating from the Navy are asked to indicate how important each
reason was to their impression of the Navy.

Bac!'ground

A number of previous studies have identified job-related variables that correlated
with the number of completed enlistments. The Center for Naval Analyses (Lockman,
Fletcher, Lurie, Marcus, & Thomason, 1981) found that pay and attitudes toward Navy
jobs and military life were important to the reenlistment decision. Moreover, job-related
factors (e.g., physical work environment, supervision, etc.) were found to be important
after completion of the first enlistment, while quality of life factors (e.g., military
quarters, family services, etc.) were more important in subsequent completed enlistments.
It also has been demonstrated that individual variables are related to reenlistment (for
thone eligible to reenlist). Education has been found to have a negative relationship (Enns,
1975; Quigley & Wilburn, 1969); and grade or rank, number of dependents, lengt. of first-
term enlistment, regions of the country, and per capita income of a state, a positive
relationship (Haber & Steward, 1975; LaRocco, Gunderson, & Pugh, 1975; Lindsay &
Causey, 1969).

In these studies, Navy tenure has been classified as a dichotomous variable--reenlist-
ment vs. resignation, rather than using the actual number of completed enlistments. Data
on attitudes toward separation have been gathered at points in time prior to the date
when the separation decision is actually made; on the ESQ, such data are gathered at the
time of separation. Also, previous work generally has related a single variable (attitude
or biodemographic) to reenlistment, rather than attempting to determine the relationships
among bicdemographic variables, attitudes, and Navy tenure using multivariate pro-
cedures.

O2Lj#ctive and Hypotheses

The objective of this effort was to determine if the hierarchical multiple regression
(HMR) method (Cohen & Cohen, 1975) would be useful in determining the relationship
between the number of completed enlistments and the importance assigned to ESQ
separation reasons for individuals and for specific subgroups of Individuals.

It Is hypothesized that, as the number of completed enlistments Increases, the
importance assigned to separation reasons changes and that these changes differ for
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mutually exclusive subgroups of individuals (e.g., male vs. female, high-school graduate
vs. non-hlgh-school graduate). Conducting simple regression analysis for all individuals.
who separate Is inappropriate because the number of completed enlistments may interact
with specific subgroups of Individuals. Simple regression results In a correlation that can
underestinate the strength of the relationship; thus, In studying the relationship between
tho Importance of separation reasons (dependent variable) and the number of completed
enlistments (independent variable), stronger relationships could be identified if the sample
were divided Into a number of mutually exclusive subgroups. For example, an individual's
gender would influence or moderate the relationship between the independent and
dependent variables and would be a moderating variable. HMR Is an appropriate
multlvariate technique that determines the independent variable/dependent variable
relationship between moderator subgroups; It considers interinction effects by adding the
cross product between independent and moderator variables into the regression equation.
Each variable (including the interaction) may be entered Into the regression analysis in
order, with the correlations from all previously entered variables partialled out from each
succeeding added variable.

An increase in resulting variance accounted for on the dependent variable
(importance of separation reason) may be attr;butable to the interaction term. The
partial linear regression coefficients associated with the interaction term are meaningful
and may be tested by an F test. For example, If a significant interaction exists, then the
relationship between thi number of completed enlistments and the separation reason
would demonstrate nonparallel slopes for the two mutually exclusive subgroups. Thus,Jf
the sample had been divided into two groups based on gender, the linear regression
weights for the number of completed enlistments would be significantly different between
the two groups.

HMR has the following advantages:

1. The urder of independent variables added into the regression equation may be
"determined by a priori hypotheses.

2. Patterns of redundancies of Independent/dependent variables may be partialled
out successively.

3. Statistical tests of partial regression coefficients that account for moderator
effects may be conducted.

APPROACH

Sample

The sample included 6472 enlisted personnel who completed the SQ upon discharge
from the Navy in CYS0. Table 1, which compares the characteristics of the srmple with
those of the FY 1980 active-duty Navy population (NAVPERS, 1980) shows that the
characteristics of the two gmp"s are highly similar.

Variables

1. Moderator variables. Blodemographic variables from the ESQ were included in
the analysis to determirne whether they had a moderating effect on the relationship
between the number of completed enlistments aird the Importance of separation reasons.

2



Table I

Demographic Variables for Sample and U.S. Navy Population
(FY 1980)

Sample USN
Variable (N a 6,472) (N = 459,929)

W(%) (%)

Gender

Male 96 94
Female 4 6

Branch

USN 99 89
USNR 12 11

Pay Grade
E-3 and below 34 37
E-, and above 66 63

Rating
Technicala 23 23
Nontechnical 7, 77

Education
High-school graduate £6 84
Non-high-school graduate 14 16

alncludes DS, EM, EN, ET, EW, PT, HM, HT, IC, MT, and ST ratings.

These moderator variables were divided into mutually exclusive subgroups and classified
as either "0" or "I," as shown below-.

a. Pya grade: 'E-3 and below (Oh E-4 and above (1).
b. Gender: Male (0X female (1).
c. Bran-c of service: Regular Navy (0); naval reserves (1).
d. Marital status San;le (0) married (1).
e. Education: ' gh-school graduate (0), high-school graduate (1).
f. U : sea duty (0A, shore duty (I).
g. Flee1: Atlantic (0); Pacific (1).
h. M§s e: Voluntary (0); involuntary (1).
1. RIa*, Nontechnical (0); technical (1).

2. Independent variable. The lpdependent variable was the number of enlistments
completed by sample members, as shown In Table 2. Those who did not respond were
eliminated from the regression analysis.

3



Table 2

Number of Enlistments Completed by Sample Members

Number of Sample Members
Enlistments Number Percent

None 1305 20.2
1 3314 51.2
2 757 12.2
3 or more 390 6.0
No response 6 76 a 10.4

Total 6472 !00.0

aNot Included n the regression analyses, but were included in the factor analyis.

3. Rt variable. The Importance assigned to a separation reason, a cmn-
tinuous vaiable, wasusd as the dependent variable. Data on the importance A
separation rme wn were obtaired after an Individual had completed servlcq there was no
attempt to preclct when an individual would separate from the Navy.

1. Factor analysis. Because of the many highly intercorrelated ESQ separation
reasons, principal components factor analysis followed by varimax rotation (Nie, Hunl,
3enklns, Steinbrenner, & Bent, 1975) was used on the entire sample to create new
variables that were composites of these reasons. The number of factors to be retained
was determined using the Scree test (Catteil, 1966), and factor scares were created for
each subject on each factor.

2. Relationship oetween dependent/ind.pendent variables. The number of
completed enlistments and the importance cf each separation reason (factor score) were
correlated to determine how they related to each other.

3. Hierarchical multiple regression. HMR was used to test the homogeneity of the
regressna fnes between the number of completed eniistments and the Importanc- of ESQ
separation reasons. The analysis tested for significant differences between linear
regression weights of the moderator subgroups and was performed In the following manner
(for each moderator variable)%

a. The moderator variable was recoded, with one subgroup "qAlling V0- and
the other, 01.r

b. The Interaction terms were created by multiplying the moderator variable
with the number of completed enlistments (independent variable).

c. Stepwise multiple regression was performed on each of. te eight ESQ
factors, with the moderator variable being entered into the rgsi eqaion first,



followed by the Independent variable and the modoratorlindependent variable interaction
term. Multiple correlation coefficients were derived at each step.

d. The asnount of variance accounted for by the interaction term beyond that
accounted for by the Independent and moderator variables (i.e., the variance that was
associated with the nonparallelism of the linear regression lines between moderator
subgroups) was assessed by the following formula:

Ry.A, , AxB yR _, a n-KA- KB- KAXB I
F 3t

* YA, B, AxB KAxB

where

y = The ESQ factor score,
A 2 The moderatov,
B 2 The Independent variable,
AxB - The Interaction term, I
df z K qN-KA-KB-K 'I,

KA oThe number of moderators,

KB z The number of independent variables, and

KAxB ,a The number of interaction terms.

The Implication of a significant F Is that the regression weight for one moderator
subgroup Is different from that for the other subgroup for that factor. Graphically, the
two regression tlhes would have different slopes.

I RESUTS AD D tIS ION1

Factor Analysis

Table 3, which provides the means and standard deviation (SDs) of the importance
anigned the 30 ESQ separation reasons, shows that "pay too lov" was rated as most
Important, followied In order by "dislike family separation" (16), "too many petty
regulations" (7), and "not treated with respect" (4). "Dislike wearing uniform" (13) was
rated as least Important.

Based on results of the Scree Test, the eight factors shown in Table 4 were retained,
accounting for about 59 percent of the total variance and using an eigenvalue of .85 as a
cutoff. The factor loadings approximate simple structure. Since all but four Items (Nos.
7, 22, 25, and 28) loaded more than .50 on only one factor, the solution is statistically
reasonable and readily Interpretable. The factors are listed below in order of greatest
amount of accounted variance.

1. Leadership. Items that loaded (over .50) on this factor (N = 5) were concerned
about poor lea~lshipp (e.g., "senior officers don't care about enlisted" (3), "not treated
with respect" (4), and "poor leadership of my center supervisor" (9)).

2. Skill utilization. Items that loaded on this factor (N = 4) were related to the
availability and application of training (e.g,, "assigned work doesn't use educational skills"
(8) and "can't get rating wanted" (20)).

.tS



Table 3

Means and Standard Deviations (SDs) of E Separation Reaon "

Separation Reason Mean a SIX

1. Working hours too long 2.70 1.34
2. Feur of losing fringe benefits 2.91 1.42
3. Senior officers don't care about enlisted 3.22 1.38
4. Not treated with respert 3.36 1.39
5. Poor berthing areas afloat 3.20 1.49
6. Poor quality of dental care 2.09 1.34
7. Too many petty regulations 3.48 1.41
8. Assigned work doesn't uie educational skills 2.31 1.55
9, Poor leadership oi work center supervisor 2.80 1.33

10. Little freedom to use nonwork hours 2.61 1.:0
11. Pay too low 4.13 1.23
12. Lack of recognitlon for doing good job 3.33 1.40
13 Dislike wearing uniform 2.06 1.35
.4, Fear of losing retirement benefits 2.27 1.49
15. Want to lI-e someplace permanently 3.31 1.33
16. Dislike family separation 3.,. 1.34
17. Can't get education/skills wanted 2.93 1.53
18. Unfair treatment 3.28 1.43
19. Poor quality of commissary/exchange 2.14 1.32
20. Can't get rating wanted 2.11 1.30
21. Poor quaity of medical care 2.32 1.43
22. Can't do Job In own way 2.54 1.40
23. Dislike sea duty 3.23 1.39
24. Navy housling not available or poor quality 2.50 1.38
25. Can't get desired detailing 2.63 1.33
26. Dislike kind of people rk with 2.33 1.47
27. Want ablity to quit anytime 2.50 1.52
2n. Regulations prevent advancing faster 2.73 1.54
29. Fear of losing GI benefits 2.95 .. 62
30. No dance to do InterestIng/challenging work 3.07 1.49

aBased on responses to a 3-poLnt scale, where 3. extremely Important a6i4 1 *not true or

of no Importance.

SJ -
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Table 4

Varimax Rotated Factor Analysis Solutiom ESQ Separation Reasons

Factors

Leader- 4kiU Quality Loss of Regimen- Nonperm, Amount
ship Utli. of Bene. Bene. tatIon Home of V'ork Pay

Reason 1 2 3 4 5 6 7 8

1 .193 .080 .055 .17. .132 .649 .104
2 .118 .029 .144. .815 -. 040 .081 71M .111
3 .735 .067 .132 7 .033 .053 .185 .155
4 .142 .056 .061 .059 .097 .161 .163
S,135 .175 .066 .005 .140 .533 ,350

6 .117 .174 .562 .142 .126 -. 047 .113 -. 1 a
7 .414 .143 - ,I -. 030 .338 .049 .177 .480
8 .27 .656 .047 .039 .128 .008 .010 .024
9 .381 73N .116 •log .138 .006 .083 3 .149

10 7SI .273 .129 .064 .259 .087 .508 :0, 94
11 .242 .024 .0" • .144 -. 012 .189 =.56 .697
12 .664 .185 .131 .057 .064 .105 .040 70

.13 •103 .234 -. 003 .690 .019 .197 -. 119
14 -. 007 .025 .278 .764 .053 .030 -. !44
15 .110 .060 .0335 7 .103 .806 .042 -. 013
16 .035 .026 .111 .086 -. 032 7-8 .028 .057
17 .166 .697 J11 .0M .041 .089 .151 .106
18 .699 7M .!00 -. 007 .204 .041 .139 .208
19 W .035 .689 .208 .191 -. 018 .053 -. 007
20 .031 .672 7 .038 .096 -. 015 .173 -, 1.30
21 .192 71 .6"1 .087 .085 .043 .244 -. 024
22 .447 .383 7TI .064 .358 .101 .054 -. 022
23 .031 .076 .078 -. 034 .220 .608 .325 .231
24 .078 .116 .655 .131 .081 -.M -.085 .259
25 .179 .343 .164 .035 .188 -. 031 .139
26 .420 .132 .153 .056 .518 .067 .016 -. 117
27 .115 .124 .037 .019 . .145 .113 .182
28 .205 .353 .203 .197 .'3 -. 002 -. 0•6 .361
29 .099 .195 .086 .730 .053 .086 .069 .165
30 .317 .63_ .046 .1 138 .083 -. 017 .216

Elgenvalues 8.23 2.21 1.90 1.46 1.20 1.00 .94 .87

Percent of
total vari-
ance ac-
counted for ".2 12.5 10.6 8.3 6.7 5.6 5.2 4.9

Cumulative
percent 4.2 51.7 69.3 77.6 84.3 89.9 95.1 100.0

7•



3. io benefits. Items that loaded on this factor (N 4 4) were concerned with
the quaity of services provided by the Navy (e.g., rpoor quality-of comm•snryexchne"
(19) and *poor quality of medical care" (21)).

4. Loss of benefits. Items that loaded on this factor (N a 3) were mainly cncerned
with fearof-l-oT ij2ngeeits (e.g., "fear of losing fringe benefits" (2) and *fear of losing
retirement benefits" (14)).

5. Regmontation. Items that loaded on this factor (N = 3) were related to the
restictive nature of miUtary life (e.g., "dislike weaing uniform" (13) and "want ability to
quit anytime" (27)).

6. M manpernnnt home. Items loading on this factor (N 3) concerned the
separationf1 famlldes ed by sea duty (e.g., "want to live someplace permanently" (15)
and "dislike family separation" (16)).

7. Amount of work. This factor was eesented by Items (N a 3) related to
requirements of ing- avvilable to work at all times (e.g., "working hours too lon (1) and
"*little freedom to use nonwork hotrs" (10)).

S. Pay. The only Item that loaded on this factor was "pay too low" (11).

RelationshIp Between Independent/Dependent VaW!ables

Table 5, which presents the Pearson product-momset correlations between the
number of completed enlistments and Importance of the ESQ factors, shows that the
number of completed enlistments was significantly positively related to factors 3, 4, and 6
and significantly inversely related to the others. Although all tOe correlations were
statistically. significant, only those associated with leadership, skill utilization, loss of
benefits, ard regimentation were greater than r z .1 in magnitude. Figure 1, which
depicts the relationship between the number of completed enlistments and the Importance
of these four ESQ factors, shows that, as the number of completed enlistments increases,
the Importance of loss of benefits as a separation reason increases, and the Importance of
skill utilization, leadership, and regimentation decreases.

Table 3

Pearson Correlations Between Number of
Completed Enlistments and ESQ Factors

Factor r

1. Leadership -. 135*
2. Skill utilization -. 24l*
3. Quality of benefits .070*
4. Loss of benefits .210*
5. Regimentation -. 160*
6. Nonpermanent home .07*
7. Amount of work -. 038*
S. Pay -. 035*
*pc .01.

| .. .. .. ..... ...... .. ... 1
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Table 6

HMR an Importance of Leadership Factor with Pay Grade
as a Moderator and Number of Completed Enlistments

a-3 Independent Variable

Variables
Entered Simple Cum Inc

Step Variables r R2 F df Added R2 F df l

1 -.100 .010 57.43* 1,5639 X1  .010 37.43* 195649

2 x1.X -.133 .019 33.32* 2,5633 X2  .W9 32.69* 1 O.33
3 X1,~X -.147 .022 42.22* 3,5637 X3  .003 15.73* 195647

Xm Pay grade--moderator variable.
x2 Number of completed enlistments--Independent variable.
X3a Moderator by number of completed enlistments Interaction term.

*p -C.0l1.

grades. I Thus, this analysis provided information -abot the direct relationship between
the moderator and the depenent variable. Also, the differences for the moderator

sshgrq~ean the relationship between the number of completed enlistments and factor
lImportance were dtermined.

ReltinsipBetween Moderators and Importanc of EQFactors

.Table?7 presents the correlations between the moderato& variables and the
Importance of MS factors. The correlations ranged from .P)0 to .292,, and 46 out of 72
were statistically significant. However, most of these were of small magntdeW, with only
six being above .13. The table shows the foliowln

1_- . Pay grade was positively related to Importance of loss of benefits id Inversely
related to importance of skil isit~llzation.

2. Marital status was positively related io Importance of quality of benefits and
nonper-maent homne; those who were married rated thene factors higher Oma did tose
wrho wrere singl.J 4

3. A strong relationship was found between msemhore uty'and amount *I work and
betwvee type of discharge and skil utilization. Thorn an oft duty rated the amount of
work as more Important than did those on shore dutyq and thos with involutary

'The blvarlate analysis between pay grade and completed enlistmentsa femonsae
slihtheteroucd-cesticity. The SD for the loer pay-grade group wasi.5, coprdto it ~ I
for the higher pay-grade group.
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dishargs rated ddll utilization as more Important than did those with voluntary

The relationship between the number of completed enlistments and the importance of
ESQ factors Is different for two mutually exclusive moderator subgroups when the percent
of variance accuunted io" In the HMR increases significantly after the Interaction term is
entered. Table 7 shows tne Increase In the percent of variance accounted for In the HMR
for each moderator by factor, as well as the direction of the simple correlation between
the Interaction term and the factor. As shown In Table 3, there were four
factors--lmdershp skill utilization, loes of benefits, and regimentatlon-whose sigle-
order correlatiom with number of enlistments completed were greater than .1. Howeer,
signiflcant linear moderator effects were found only for the leadership and regimentation
factors. Thas effects are Illustrated in Figures 2 and 3 and described below:

1. Leelnh•. Signiicant moderator effects were found for pay gade education,,
and ratin8 (Fiure 2). The Inverse relationship between the number of completed
enlistments and the importance of leadership was significantly stronger (more negative)
for the higher pay grades (compared to the lower pay grades), the high school graduates
(compared to nonqgaduates), and the technical ratings (compared to nontechnical ratings).
Leadership became less Inporant as the number of completed enlistments Increased,
particularly for high-seol graduate" and ftchnicians.

2. R Significant moderator effects (Figure 3) were found for marital
statusq piy gipadeleie, and gander. The Invwerse relationship between the number of
completed enlistments and the Importance of regimentation was significantty stronger
(more negative for higher pay grades (compared to lower pay grades), males (crmpared to
females), tho1s who are married (compared to singles), and those In the Atlantic Fleet
(compared to those In the Pacific Fleet). The longer an individual remain In the Navy,
the less Important regimentation becomes as a separation reason, especially for those In
the Atlantic Fleet and high pay grades. For low pay-grade individuals, regimenation
remains a condstently Important reason over time.

Nonlinearity of Regression Effects

The test for moderator effects Is based upon the appropriatenep of a linear model, a
testble asmiption. Thk Individual moderator sKVroups found for leadership; and
regimietation were tested for nonlinearity using trend analysis (Nle et aLl- 1975) As
shown In Figures 2 and 3, several of the moderators did not meet the assumption of
linearity. For example, for the leadershIp factor, the plot of non-high-schol graduates is
nonlinear, while that for hIgh-sahol graduates Is essentiay linear. The umefulness of the
linear HMR model Is limited when nonlinear effects are present In the data. However, the
HMR yielded meaningful and useful results for most moderator subgrm.qs For example,
the plots for high-school graduates and non-high-school graduates for from one to three
completed enlistments show definite Unear moderator dlierences. It is possible to test
for nonlinear moderator effects by adding uecond-orcx power polynomials to the HUR
model (Cohen ft Cohen, 197, p. 319). However, the complexity of this model and the
number of effects tested would lead to a more complicated Interpretation of the results.
This present effort was concerned only with the appropriateness of a linear model.
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CONCLUSION

HMR Is a useful method to demonstrate diffcrential relationships between two
mutually exclusive groups. However, the linear HMR model is limhi'ed when nonlinear
regression effects are present in the data.

RECO1P.1ENDATIONS

1. Additional analysis should be conducted on more recently obtained ESQ data, as
a means of providing reliability to the factor analysis and updated Navy recommendations.

2. HMR should be applied to additional data sets, particularly to questionnaire data
on large heterogeneous samples where moderator effects may have significant implica-
tions for organizational changes.

3. HMtR should be expanded to include mutliple independent variab!es using a
multivariate approach in assessing importance of separation factors. One important set
would include job characteristics (i.e., skill variety, task meaningfulness, autonomy, and
feedback).

4. Where appropriate, HMR should be expanded to include second-order power
polynomials to test for curvilinear relationships for moderator subgroup3.
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